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Objective. Scope and Methodoloy of the Study
Objective of the Study
Supervisors are the key-men in a factory. They
are the people actually responsible for the manufacturing of
products. Although it is true that good planning and deci-
s-ion-making at the top and middle management levels are
necessary, the actual implementation of plans and decisions
are in the hands of supervisors.
Because supervisors are directly responsible for
the manufacturing of products, their performance will greatly
affect the production schedule and the cost and quality
of products in the manufacturing process. This, in turn,
will affect the profitability of the factory.
Besides, supervisors play a major role in manage-
ment-labour relations. They are actually the link between
management and labour in every industrial undertaking.
Unfortunately, supervisors did not perform well in
the industries in Hong Kong. Supervisors are the weakest
2link in our management. This was stated by a leading indus-
trialists, addressing the graduate students of the Lingnan
Institute of Business Administration, the Chinese Univer-
sity of Hong Kong. The poor performance of our supervisors
might indicate an urgent need for adequate supervisory train-
ing facilities. On the other hand, in the past ten years,
different institutions had conducted. training courses for
super-visors, but only feeble responses were received from
the industry. In view of these facts, the writer intends
to make the first attempt to study tn.e actual situation of
the present supervisory training system in Hong Kong, hop-
ing that the findings may be helpful to the understanding
and improvement of the system.
Scope and Methodology of the Study
The method used for this study has been library
research, personal interviews, and sample survey. The
library research was mainly for obtaining statistical data,
books, journals, and press releases concerning the small
factories, the supervisors' job, recruitment, and training.
It also included information obtained through correspondence
with productivity centres or labour departments of other
Asian countries. Personal interviews were with senior staffs
of the training institutions in Hong Kong, With a view to
3understand the operation of their supervisory training pro-
grams. The sample survey of small factories in Hong Kong
was undertaken by the writer in the first quarter of this
year in an effort to get general picture of supervisors
in small factories as well as the opinions of such factories
toward the various supervisory training programs.
In undertaking this survey, the writer did not in-
tend to cover a wide range of small industries in Hong Kong.
Because of the limited time and resources, industrial esta-
blishments which were not members of the Federation of Hong
Kong Industries and the Chinese Manufacturers' Association
were not included. At the time of survey, these two organi-
zations had about two thousand members. Of these two thou-
sand firms., some were members of both organizations. In
accordance with the definition (factories employing less
than 200 workers are considered small factories) and con-
sidering the representative value of the sample, the writer
chose some 550 factories as samples, of which 150 were from
the Federation of Hong Kong Industries and 400 from the
Chinese Manufacturers' Association. These sampled factories
represent a variety of small industries including food
processing, metal products, cosmetics and pharmaceuticals,
garments, weaving and dyeing, knitting products, wigs,
plastic products, and electrical accessories in Hong Kong.
The survey was carried out in three stages: mailing
of questionaires, follow-ups, and conducting of personal
4interviews. Of the 550 questionaires sent out, 178 were
returned and only 140 were completed and used in the an-
alysis. A summary of findings of the survey is given in
Appendix I.
General Situation of Small Industries in Hong Kong
"Small Industry" Defined
The term "Small industry" is often used to designate
manufacturing activities carried on in relatively smmall
establishments. What is considered "relatively small" varies
from time to time, and from country to country. For inst-
ance, what may be considered to be small in a highly indus-
trialized country like japan may be considered large in a
developing country like Singapore. Thus:
In Japan: Small industry is defined as an enterprise
which has a capital (or total investment)
of not more than 50 million yen (US$133,000)
or whose employees do not exceed 300.1
1Ram K.Vepa, Productivity in Small Industries:
Some Lessons form Japar, (Tokyo: Asian Productivity Organi-)
zation, 1969), p.28.
5In Taiwan: Formerly, any plant employing less than
30 workers was treated as a small fac-
tory, Today, with the economic progress
achieved, this criterion has been changed
to 100 workers.1
In Singapore: A recent definition suggested was a
capital ceiling of M$250,000(US$90,000)
and employing less than 50 workers.2
Now, in Hong Kong, the Trade and Industry Advisory
Board Committee defined a small factory as one directly
employing not more than 200 workers with a total proprietor
fund of not more than HK$600,000(US$100,000).3
In 1970, there were 15,285 registered factories in
Hong Kong. Out of this total, 92% of them (or 14,095) can
be called small factories. In spite of this very large
number, very little was known about them until three years
ago, when the Department of Commerce and Industry made two
survey studies of them. The first survey concerned factories
employing less than 100 workers, the second concerned those
employing between 100 and 200 workers.4
1Chi Chang Chao, "Smaller Business Development",
(paper presented at Forum IPCCIOS III Conference, Hong Kong,
October, 1968), paper No. FS-14.
2Asian Productivity Organization, Finance Policies
for Small Industries in Five Countries, (Tokyo: Asian
Productivity Organization, 1969), p. 3.
3Soutin China Morning Post (Hong Kong), July 21. 1970,
4Hong Kong Government, Annual Departmental Report,
Department of Commerce and Industry, 1968/69, (Hong Kong:
Government Printer, 1969).
6Main Characteristics
Some of the main characteristics of small factories
in Hong Kong may be briefly stated.1
Ownership. The owners of these factories are usually
rugged individuals who are both courageous and enterprising.
Many of them had at one time or another worked in similar
business as employees. Later they decided to forge out for
themselves after having learned the ropes of the business.
They generally bring their own family members and immediate
relatives to help them to run the business in order to save
the overhead expenses. Hence most of the small factories
remain family business today.
Finance. The capital employed varies greatly, depend-
ing upon the type of manufacturing one is engaged in. Accord-
ing to the Department of Commerce and Industry survey report,
it ranges from HK$50,000 to HK$4,000,000. However, most of
1The main characteristics of small factories are
abstracted from articles by different writers, they include:
(a) Chief Executive, "The Fortunes of Hong Kong
Small Businessmen" South China Morning Post,(Hong Kong),January 12, 1971.
(b) K.S. Lo, "The Big Role of Hong Kong Small
Factories" South China Morning Post, (Hong Kong), August 15,1970.
(c) Hsin Sutu, "Smaller Business Development",
(paper presented at Forum IPCCIOS III Conference, Hong Kong,
October, 1968), paper No. FS-15.
7them have a paid-up capital of around HK$500,000. Over 70%
of the original capital was put up by the owners, and the
rest was borrowed money. The lenders were mostly relatives
and friends. Some were private money lenders who charged
an interest rate of from 18% to 25% per annum. Less than
2% was borrowed from commercial banks.
The report also shows that 70% of the paid-up capital
went for machinery and equipment. This leaves 30% for work-
ing capital and raw materials. However, most of the small
factories were undercapitalised to begin with. They had
to rely heavily on credit for the purchase of raw materials,
which were usually supplied by local import houses. They
also operate under two disadvantages. First, they are forced
to pay a higher price for the raw materials, and secondly,
as they operate from hand to mouth, the slightest unforeseen
disruption could put them into crisis.
Only 28% of these small. factories had their own
premises. The rest had to rent their premises in flatted
factories, and suffered from the high rental situation in
the Colony.
Management. Usually, management in most small fac-
tories is just one-man team, with the proprietor being the
production manger, the sales manager and the accountant,
Even the larger ones which are mostly family-owned are
8being run on a patriarchal line. The head of the family-is
the general manager and. he runs the business in the way he
pleases. Most of the owner-managers have no formal training
in management. They may be a technician, a salesman, or a
retired serviceman, but he knows very little about manage-
ment.
Type of Product. The small factories produce prac-
tically every item which is produced locally. Among others,
the more important ones are as follows:
(1) Textiles, including spinning, weaving, knitting,
and finishing.
(2) Garments, shirts, and other wearing apparel.
(3) metal products.
(4) Electrical machinery, appliances and goods.
(5) Plastic flowers and other plastic products.
(6) Food and beverage manufacturing.
(7) Printing and publishing and allied industries.
(8) Footwear, including rubber and leather.
(9) Furniture, jewellery and other handicraft product.
The Role of Small Factories
In the early Fifties, Hong Kong suddenly found itself
losing its entrepot trade as a result of the Korean war.
In order to survive economically, enterprising businessmen
9in Hong Kong decided to switch from trading to manufacturing.
They first tried their hands on textile-spinning, weaving
and knitting, and later branched out into plastics, metal-
wares and a thousand other items. After slightly over a
decade, they succeeded in changing what used to be a trading
port into a thriving industrial city as we know it today.
The transformation was brought about by the acuteness of
entrepreneurs who made the most of the opportunities which-
ever way they might come. With few exceptions, most of them
started in a small way, but through their ingenuity and
hard work they have grown into today's large and viable
enterprises. "The child is the father of the man", had there
been no small factories 15 years ago, we would not have any
large ones today.
The role of small factories in Hong Kong's economic
development may be gauged from their contribution to our
export and employment. According to the Labour Department
statistics, the small factories were always the majority
in the total number of factories and employed a larger
amount of industrial workers than did the large factories.1
According to the Department of Commerce and Industry
Survey report, the.small factories contributed 58% of our
total export in 1968. The total export of domestic
'See Appendix IT.
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manufacturerd goods in 1968 amounted to HK$8,436 million,
of which HK$4,913 came from small factories .1
In addition to its direct contibution to export,
small factories have also acted as sub-contractors to the
larger factories. For instance, whenever a large factory
gets a big order which is beyond its capacity, it usually
sub-contracts a part of it to-the smaller factories.
Besides, many small factories have been engaged in partial
processing activities for the larger factories. An example
is the bleaching and dyeing for the weavers. In this way,
the small factories supplement the larger units in the
overall production activities of the Colony.
Problems Faced Small Factories
Aittiougri some of the more efficient small factories
have become large ones and been successful, many of them
as they exist today are facing difficult times in their
short history. Let us take a brief look at some of the most
common problems that are encountered by small factories
1Federation of Hong Kong Industry, Annual Report,
1969, (Hong Kong: Federation of Hong Kong Industry, 1969)
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in Hong Kong or pernaps elsewnere in the woria.
Financing. Financing remains an important problem
to the small factories in Hong Kong. As small factories
are usually not in a position to offer adequate securities,
it is difficult for them to obtain long-term capital or
even short-term working capital at the prevailing rates of
interest. They are not entitled to raise capital in the
organized securities market, and they can hardly get any
loans and credit from banks and other financial institutions.
Management. The owner-managers of the small factories
usually lack the capability of managing and controlling
their own business. Most of them do not recognize the merits
of scientific management. There are many factory owners
who are prepared to spend hundreds of thousands of dollars
on modern machinery, but are not prepared to spend even one
per cent of that amount to improve their management.
'The possible problems faced by the small factories
are abstracted from the following articles:
(a) Benjamin M. Catane, Smaller Business Develop-
ment----the Development of Small.Scale Industries in the
Philippines, (paper presented at Forum IPCCIOS III Confer-
ence, Hong Kong, October, 1968), paper No. FS-13.
(b) Chi Chang Chao, Smaller Business Development,
(paper presented at Forum IPCCIOS.III Conference, Hong Kong,
1968), paper No. FS-14.
(c) Hsin Sutu, "Smaller Business Development",
(paper presented at Forum IPCCIOS III Conference, Hong Kong,
October, 1968), paper No. FS-15.
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Labour. Labour shortage in small industries is
becoming more and more serious. Workers like to work in
large factories in order to get more pay, better working
conditions and brighter future.
Production. The use of outdated equipment and the
lack of updated technical know-how create great difficulties
for small factories.
Marketing. Small factories are always in a weak
marketing position because of little or no advertising,
weak bargaining power, inadequate financial backing, lack
of protection of trade marks, and many other related factors.
Raw Materials. The problem of obtaining raw mate-
rials is quite a serious one, especially in Hong Kong where
natural resources are scare. Small factories are disadvan-
taged by the fact that they enjoy no cash discount or deferred
payment in respect to their small volume of purchase.
Space Limitation. Hong Kong has one of the most
crowded urban areas in the world. Land shortage has resulted
in ever increasing rental rate for work-place, no space for
future expansion, and so on.
13
Small Industries Movement in Hong_Kong
In order to help the small factories to solve their
problems and to accelerate their development, many countries
have taken various measures to protect their small factories
and to provide them with better environment for growth. So
far as legislation is concerned, the United States first
promulgated the Small Business Act in 1958. Japan enacted
the Small Enterprises Fundamental Law in 1962 on the basis
of its 15 years of experience in rendering assistance to
small enterprises. The Republic of Korea followed suit
and promulgated the Fundamental Law of Small Industries
in 1963.1 At the same time, many countries established
special agencies to help promote small business. In
India, in addition to the Central Small Industries Organi-
zation under the Ministry of Industry and Supply, there
are 16 Small Industries Service Institutes scattering all
over the country.2 In Japan, there is a well organized
Small Enterprises Bureau under the Ministry of International
1Chi Chang Chao, Smaller Business Development,
(paper presented-at Forum IPCCIOS III Conference, Hong Kong,
October, 1968), paper No. FS-14.
2Ram K. Vepa, Productivity in Small Indstries:
Some Lessons from Ja an, (Tokyo: Asian Productivity
Organization, 1969), p. 5.
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Trade and Industry.1 In the republic of Korea, a Small
Business Section has been set up in the Ministry of Industry
and Commerce. The Korean Government also extends loans on
favourable terms to small business through the Medium
Industyr Bank. In the Philippines, The NACIDA (National
Cottage Industries Development Authority) is a very active
government agency and helps promote small industry, especi-
ally in the rural areas.3
Hong Kong, in comparison with these countries, is
lagging far behind. The Hong Kong government did not pay
much attention to small factories until 1968 when the Depart-
ment of Commerce and Industry made two survey studies of
them. In the same year, a Trade and Industry Board Committee
was set up to consider whether the development of small
scale industry in Hong Kong was being "inhibited by indus-
trial loan service----with particulan reference to loans
for new plant and machinery."4 the committee was also asked
to look into the need for an imorovement of loan facilities
to small scale industries, and if so, how this could best
1Ibid. p.49.
2Asian Productivity Organization, Finance Policies
for Small Industries in Five Countries, (Tokyo: Asian Pro-
ductivity Organization, 1969), p.25.
3Ibid.
4South China Morning Post, (Hong Kong) July 21, 1970.
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be achieved. After two years of study, the Committee for-
warded a report to Government in March 1970, recommending
that, to assist small scale industry to obtain new plant
and machinery, a loan scheme should be set up by commercial
banks and Government with total funds not exceeding HK$10
million. It suggested that the scheme should be operated
for a trial period of three years. It also suggested that
the Productivity Centre should participate in the scheme,
with responsibility of carrying out technical and financial
viability studies on loan applications. However, the report
is still under consideration by the Government. In 1969, a
study of the marketing activities of the smaller industries
in Hong Kong was carried out by Department of Business Manage-
ment of United College, the Chinese University of Hong Kong.1
In 1970, Mr. Lam Kwan, Director of Industrial Development
of the Chinese Manufacturers' Association, proposed to
establish oversea trade centres as a means to assist the
small'manufacturers in their oversea marketing. Such centres
will act as sales agents of the small factories, and will
be responsible for product displays and the collection of
marketing informations.2 The proposal has been carefully
1Hsin Sutu, and others, Hong Kong Marketing for
Small Scale Industries, The Hong Kong IVlana ers, Vol. 5,
No. 6, (Hong Kong: Hong Kong Management Association, 1969),
p. 23.
2Wah Kiu Yat Poi (Hong Kong), June 19, 1970.
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studies by the Association, and it is learned that a decision
will be made in the neat future.
As stated above, the small industries development
has gained more attention during the last three yeats. How-
ever, not enough attention has been given to management.
It would be wrong just to set up industrial banks and trade
centres to assist the small factories in modernizing their
eouipments and selling their products overseas, without
also at the same time trying to adopt measures to assist
the small factories in improving their management. A study
by an Indonesian research institute has this to say about
management:1
Management seems to be the main prerequisite for
a favourable implementation of the machanization
programme. Without proper managerial skills upon
the side of the entrepreneurs, we cannot see any
useful purpose in continuing this mechanization
programme, even with all sorts of Government
protection and help.
The Small Business Administration reporting on the United
States situation, has a similar story:2
Statistics show that over 60% of new business never
last over five years and the reason for the majority
of failures is lack of management know-how. In fact,
poor management is the reason for most business fail-
ures. Many of these men who failed believed that
more money would solve their problems, but found
it did not.
1Joseph E. Stepanek, Managers for Small Industry: An




The same story happened in Hong Kong. The growth of manage-
rial skills has not kept pace with the growth of the indus-
try. Most of the industries in Hong Kong need better man-
agement, For small industries, the need is more pressing,
This paper, dealing with the supe supervisory training problem
in samll industries in Hong Kong, aims to arouse the irterest




Supervisors in Small Factories
In a factory, supervisors exist under a variety of
names. Leading hand, charge hand, section leader, over-
looker, superintendent, or foremen are but a few of the titles
commonly applied to people in supervisory roles. A super-
visor is a member of factory management who has the autho-
rity to manage a shop, a function, or a department. He is
the one whom the folks in the shop call boss; he is the one
they look to for instructions and supervision; and he
shoulders the responsibility for all work done by those who
report to him. In short, he is the first line of management,
a key figure in production and management-labour relation-
ship.
Supervisors in small factories usually have to con-
trol less people than those in large factories. Large cotton
spinning factories in Hong Kong have one supervisor for
every 50 workers.1 Available statistics from the Industrial
1Kin Hung Lam, "Supervisors in Hong Kong Cotton Spin-
ning Industry", (unpublished Master thesis, the Chinese Univer-
sity of Hong Kong, 1970), p.91.
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Training Advisory Committee showed a supervisor-worker ratio
of 1:25 in electronics, textiles, plastics, metal working,
and shipbuilding repair industries.1 The writer's sample
survey showed a ratio of 1:19 for the factories employing
between 100-199 workers, a ratio of 1:15 for the factories
employing between 50-99 workers, and still lower ratio for
the smaller factories,2 This may be due to the fact that
a small working unit still needs a supervisor, and the
fact that less mechanized production process of most small
factories needs more supervision.
The smaller span of control for a supervisor in
small factory does not mean that his importance is reduced
and his burden is lessened. On the contrary, the supervisor's
importance in a small factory is often greater than that
in a .large factory. Usually, supervisor in a small factory
has more authority and freedom in playing his role, at the
same time, he has to shoulder more duties and responsibilities.
First, small factories as a rule do not have such specialized
departments as production planning, quality control, or
machine maintenance. Yet such specialized service have
1South China Morning Post, (Hong Kono), February 2,
1970.
2See Appendix I, Table 3.
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still to be provided, and quite often the responsibility
for providing them falls on the supervisors. The writer's
sample survey showed that in most small factories, the
responsibilities of production scheduling, quality control,
cost control, machine maintenance, worker training, etc.
were all assigned to supervisors. Some factories reported
that their supervisors were also responsible for product
design. As a result, the duties assigned to an problems
faced by small factory supervisors were usually broader
in scope than that in a larger factory. Second, a small
factory typically operates in.a more intimate personal
atmosphere than a large one. In such a situation, the super-
visor has to be doubly alert to the value of good personal
relationship, lest one unfortunate experience with just
one department head-in the plant may result in poor relation-
ship between him and the heads of other depar.tmants because
department heads knows each other very well. The supervisor
must, be an accepted member of the small factory family in




The problem of developing better supervisors is more
than just a matter of putting them through a supervisory
training course. In fact, a training program is only one
of several factors contributing to the development of super-
visors. To achieve effective training, it must first be
determined that supervisors as well as prospective super-
visors possess the basic qualifications required of a super-
visor's job. Any amount of time spent in training people
will be wasted if those being trained do-not have the necessary
knowledge to absorb and use such training effectively.
Even,then, the effectiveness of supervisory train-
ing program would not be fully realized unless management
follow up such training with arrangements which facilitate-,
a supervisor to play his role. If a supervisor completed
a training course which stresses the importance of his job
and later-found that the importance of that job was minimized
because of lack of proper authority and recognition, then
part of the value of the training course would be lost.
Thus the problem of developing better supervisor
involves three basic considerations: (1) the prospective
supervisor must be qualified for the job, (2) suitable
training should be provided, and (3) the importance of the
role which the supervisor is expected to play in the factory
should be fully recognized.
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Qualifications for Good Suervisors
The writer's sample survey indicates that small fac-
tories in Hong Kong look for the following qualifications
in a supervisor.1
Leadership has been considered as the most important
element. A supervisor has to provide leadership, but not
simply gives orders. His ability to get production out on
time with the least possible cost is dependent to a large
extent upon how effectively his leadership could stimulate
job interest and satisfaction on the part of his employees.
Technical skill has been regarded as a very important
element. A supervisor should be able to run any machine
in the shop at least efficient as any employee under his
supervision, if not better. This would help strengthen his
position as a leader. He should be familiar with the
capabilities and limitations of every machine in his shop
and should be able to tell new workers how to operate the
machines effectively.
Experience has been also considered as a very impor-
tant element. Experienced people can often achieve better
labour relationship than young graduates in a similar
situation.
1See Appendix I. Table 6.
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Initiative has been considered as an important
element. A supervisor must be a self-starter. He must be
capable taking action necessary to keep production going
with only occasional supervision from his superiors.
Body structure is another important element. A
strong body implies good health. Besides, it is sometimes
unconsciously regarded as symbol of leadership.
Age is not regarded as so important as the elements
mentioned above. Management may not like to have person
under twenty or it may not like to have too old a person
whose energy and length of service in the factory are
questionable.
Education is not considered as an important element.
Management prefers supervisors whose background provides
a broad common--sense viewpoint and practical understanding.
Although formal `education helps in the development of these
qualitLes, it is recognized that such qualities could be
obtained by experience. However, high school education has
become much more popular in Hong Kong in the recent years.
Most supervisors in sampled factories have completed
secondary education. 1
1See Annendiw I, Table 4.
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Training for Supervisors
It has been held by many employers that good super-
visors are born, not made. Alternately, it has been
thought that long experience in performing a job makes a
man fit for the supervisor's role. Filling supervisory
posts in the first case would then be merely a matter of
finding some way of detecting the presence of certain innate
qualities. In the second case, training is considered as
superfluous. However, a good operative would not necessarily
make a good supervisor, for good supervision requires a fresh
approach to the problem of how to get things done effectively.
Besides vocational skill, it requires managing ability and
an understanding of human nature. Of course, some super-
visors might achieve success entirely through gifted talents
but those were only moderately endowed by nature can also
achieve reasonable success through proper training.
The Assheton committee explained the necessity of
training for supervisors in the following words:1
1F. J. Tickner, Modern Staff Training: A Survey of
Training Needs and Methods of Today, (London: University of
London Press Ltd., 1952), p. 71,
The first step upwards in any career often involves
the control of others and we attach importance to
the provision of training which has regarded to
this fact. Brilliance on individual work is no
guarantee of ability to supervise other people.
It is therefore very necessary that every officer
who occupies, or is to occupy, a position in which
he has staff working under him should be assisted
to understand the nature of supervisory duties.
The first essential is, of course, that those called
upon to fill such posts should be fitted. for them
by temperament and inclination. It is desirable
from the training point of view that, wherever pos-
sible, an of:'icer should be tried. in a supervisory
post before being promoted to it. A-part from this,
however, special steps ought to be taken to give
the prospective or newly appointed supervisor some
guidance in the handling of subordinates.
Because a supervisor's job differs widely from indus-
try to industry and. from factory to factory, it is unlikely
to have general training programme which is applicable to
supervisors in different factories or industries. There-
fore, supervisory training must be tailor-made to fit the
responsibilities and needs of a particular job, and the
major part of training should be undertaken by and within
the factory. Usually a supervisory training programme
should consist of: (1) Courses dealing with skills and/or
knowledge of a general or specific kind. This part of
training might be provided by courses held inside the
factory or offered by some external organizations.
(2) Development on the job planned experience illiminated
and interpreted by direct tutorials between the supervisors
and his immediate superiors,
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Internal Courses. Wherever it is necessary, train-
ing in technical administration or social skills and know-
ledge might be given through a series of courses on:
(1) Technical subjects related to machinery, materials or
processes. (2) Administrative techniques, e.g. production
scheduling, quality control, cost control, etc. (3) subjects
in the social field including such matters as company labour
policy, personnel procedures, practice of systematic train-
ing, etc. In this respect, the Training Within Industry
Course has been widely used.
On-job Training. In small factories, in-plant formal
training courses have seldom been offered. However, much
could be achieved through personal contacts and interactions
between the supervisors and their superiors. Experience on
the job, illuminated and interpreted by counselling and dis-
cussions among supervisors and thier superiors, is an indis-
pensable part of a training programme. Such informal train-
ing would enable supervisors to acquire practical skill in
the particular conditions of their job, and would ensure that
technical, administrative, and social policies relevant to the
company are learned and applied.
External Courses. The supervisors or the prospective
supervisors might be sent to a series of lecture/discussion
meetings related to his area. or the short residential
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courses such those arranged by Management Associations,
Productivity Centres, or Technical Colleges. Instead of
being a substitute for company-based training, these courses
could be used to supplement the training activities of the
factory, and could be very useful. External courses usually
include: (1) Courses in background subjects, which might be
a part of supervisory development or a preliminary to it.
Examples are business systems, industrial relations, etc.
(2) Courses about particular aspects of supervision which
small factories might find it profitable to use. For examole,
course on principles and practice of production planning,
quality control, etc.
Generally speaking, small factories are limited in
their ability to develop and promote their ovrn internal
courses, or to pay enough attention to the on-job training
for their supervisors. 1 Nevertheless, many of them do see
the need for formal training and are searching for ways and
means to make it available to their supervisors. The writer
believes that external organizations could definitely help
in this retard. In fact, one of the purpose of this paper
is to study the present supervisory training course offered
by different organizations in Hong Kong, particularly their
applicability and contribution to the small factories.
1The writer's sample survey showed that only 15%
of the sampled factories have undertaken internal training
courses for their supervisors.
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Management' s Recognition.
In its own right, a training programme is not suffi-
cient to develop supervisors to the maximum extent. The
supervisor must have the willingness to learn, He must also
get management' s proper recognition of his importance. If
he is to be regarded as a part of management, he should be
given the authority, prestige, and recognition commensurate
with his position. Once he has been given proper recognition,
he will be encouraged to make greater effort toward self-
improvement of his own initiative. Management can provide
proper recognition in the form of incentive payments, suita-
ble authority, and prestige.
A supervisor who is properly trained and who is
given proper recognition of his status will become one of
the most important persons in industry. The extent to which
he develops his abilities to do the job expected of him will




SUPERVISORY TRAINING IN HONG KONG
"Training Within Industry" in Hong Kong
Training Within Industry (T.W.I.) was an internation-
ally recognized scheme for training supervisors. The scheme
was first developed in the United States for training super-
visors in World War II. Its objectives were. to help contrac-
tors to get better and faster war production through better
supervision. In 1944, the British Ministry of Labour sent
a representive to T.W.I. Headquarters in America to learn
the T.W.I. Programme and was later transmitted to many
British Commonwealth countries.1 In Japan, the original
materials in regard to T.W.I. were received at the end of
1948, and the diffusion of the plan began about the middle
of 1950.2 In 1952, the International Labour Organization
began to adopt T.W.I. training as part of its programme of
1F. J. Tiakner, Modern Staff Training: A Survey of
Training Needs and Methods of Toda, (London: University
of London Press Ltd., 1952), p. 72.
2Kenji Okuda, Supervisor system and Supervisory
Training in Japanese Industry, (Tokyo: Asian Productivity
Organization, 1967), p. 2.
29
technical assistance to under-developed countries. As a
result, Singapore adopted T.W.I. in 1954, 1 -Hong Kong in
1958.2
The rapid expansion of Hong Kong industry in the
Fifties called for a large number of new supervisors. Many
of the supervisors at that time were promoted from produc-
tion workers while others were recruited from among school
graduates and persons without previous experience in indus-
try. This, in turn, brought about a dilution of skills and
a consequent increase with problems of supervision. In
particular, the changing conditions arising from techno-
logical advances and the growing complexity of industrial
management made it almost impossible for most supervisors
to cope successfully with their own. development. The indus-
try found itself facing a large-scale and pressing training
need for their supervisors. Recognizing this situation,
the Government made a request to the International Labour
Organization for an expert in supervisory training to visit
the Colony, under the United Nations Technical Assistance
1T.W.I. Third presentation of Certificate Cermony
pore: Ministry of LabourSouvenir Programmie 1970, (Singapore: Ministry of Labour
1970), p. 5.
2Hong Kong Government, Annual Departmental Report,
Commissioner of Labour 1958/59. (Hong Kong: Government
Printer, 1959).
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Programme, to survey the need for and the possibility of.
introducing supervisory training in Hong Kong.1 The expert,
Mr. D. J. Marler, who visited the Colony between February
and April 1958 found that there was a general need for super-
visory training and recommended that such training should
be provided by the Labour Department. The objectives of
the suggested service as defined in the report were to intro-
duce Training Within Industry for supervisors in local indus-
trial concerns and Government departments; to develop courses
in supervisory techniques in collaboration with the Hong
Kong Technical College, and to provide consultancy to indus-
tial managements to assist them to tackle problems arising
from or revealed by the introduction of supervisory train-
ing. The recommendations of International Labour Organiza-
tion were endorsed by the Standing Committee on Technical
Education and Vocational Training 2 and were accepted by
Government, As a result, a supervisory training section
was set up in the Labour Department in the winter of 1958.3
Mr. Marler was invited to join Government service in order
1Ibid.
2The Standing Committee on Technical Education and
Vocational Training composed of rep_resen.titives of Govern-
ment, Employers, and Labour in Hong Kong,
3Hong Kong Government, Annual Departmental Report,
Commissioner of Labour, 1958/59, (Hong Kong: Government
Printer, 1959),
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to implement his own recommendations. The supervisory train-
ing section provided T. W. I. programmes free, covering job
relations, job instruction, job methods, and job safety.
Each programme was designed in the light of conditions in
Hong Kong to ensure its suitability. I
The job relations programme was designed. to develop
leadership qualities. It formulated a model of behavior
patterns for supervisors to follow in obtaining and mair -
tainin g good working relationships.
The job instruction programmme was intended to train
supervisors in the skills of hoto impart information to
others, how to brief a more experienced worker, as well as
how to process regular communication.
The job methods programme was concerned with tech-
niques for improving existing work methods in order to
make better use of available resources. It did much to
ensure supervisors' co-operation, on a basis of understanding,
with Method Study or Planning Departments.
The job safety pro ram me emphasized the need for
and the supervisor's responsibility towards industrial
accident prevention. The supervisors were taught how to
spot dangers and how to deal with them.
1Labour Department, Supervisor Training: Training
Within Industry for Supervisors (T.W.I.),(Hong Kong: Govern-
ment Printer, I958),p. 1.
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An improtant feature of T.W.I. was that the training
could be given on factory premises with minimum disruption
of work. The training was carried out primarily through
trainers who first attended courses at the supervisory train-
ing centre and then returned to their parent organizations
to conduct training courses. The total training time for
each of the programmes mentioned above was ten hours. The
period might be broken up into convenient short sessions,
e.g. two hours per day for five consecutive days. Six to
ten supervisors formed a training class. The teaching methods
used by the trainer were explanation, demonstration and
discussion. There was ample opportunity for practice by
the supervisors. The content of the training programmes
are shown in Appendix II.
The Supervisory Training Section started its acti-
vities in early 1959, with' adequate publicity. Applications
for the service were sufficient to fill all the courses
which the section proposed to run in the first phase.
The section's staff then visited the participating companies
and Government departments to explain the scheme in greater
detail, and to advise on how best the service might be used.
A series of demonstration courses for top managers and senior
officers of Government was also conducted during the pre-
paratory phase. with these promotional efforts, the T.W.I.
got a very good start.
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The T.W.I. training scheme progressed satisfactorily
during its first three years in the Colony. The demand for
the programme was maintained without further publicity.
The rate of training levelled off about 1,000 supervisors
each year trained either at the supervisory training centre
or on the premises of their own organizations.1
However, the progress slowed down since 1962 because
of the dimishing demand. During that year, in order partly
to demonstrate the training programme to managements and
partly to overcome the problem of travelling a long distance
to the training centre, the Section organized at the Labour
Department's Tsuen Wan Office a series of demonstration for
members of top management, and a package course for super-
visors of some textile factories in Tsuen Wan. The super-
visors trained during 1962 numbered to only 418.2
The situation became worse in 1963. Although the
Section undertook to train supervisors directly in the
employer's premises, the number of supervisors trained in
that year was only 254 due to limited staff resources.3
1Hong Kong Government, Annual Departmental Report,
Commissioner of Labour, 1961/62, (Hong Kong: Government
Printer, 1962).
Kong Kong Government, Annual Departmental Report,
Commissioner of Labour, 1962/63, (Hong Kong: Government
Printer, 1963).
3Hong Kong Government, Annual De artmental Report,
Commissioner of Labour, 1963/64, (Hong Kong: Government
Printer, 1964).
34
The same situation prevailed in 1964 and 1965, Only
178 supervisors were trained in 1964,1 213 in 1965.2 In
view of this continued decline in demand, the Labour Depart-
ment determined to suspend its T.W.I. activities in 1966.3
Thus, T.W.I. came to its last end in the Colony after six
years of operation with a total of 4,177 supervisors trained
in various courses. Further statistical information is
shown in Appendix III.
In an interview with this writer, a senior officer
of the Labour Department said that there should be no doubt
about the benefit of the T.W.I. programme to local industry.
The participating factories reported substantial economic
gains after the lessons of good supervision were learned
and practised. A rubber footwear factory reported that
productivity and earnings of new workers were doubled by
the use of job instruction techniques and job methods.
1Hong Kong Government, Annual Departmental Report,
Commissioner of Labour, 1964/65, (Hong Kong: Government
Printer, 1965).
2Hong Kong Government, Annual Departmental Report,
Commissioner of Labour, 1965/66, (Hong Kong: Government
Printer, 1966).
3Hong Kong Government, Annual Departmental Report.
Commissioner of Labour, 1966/67, (Hong Kong: Government
Printer, 1967).
4Unpublished records held in Labour Department,
Hong Kong.
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A cotton spinning factory reported. that improvements in the
methods of handling materials reduced incidents, doubled
the productivity of some workers, and raised the quality
of the product. 1 Unfortunately, most managements did not
recognize its merits and failed to take the advantages of
such training even they were offered as a free service.
The officer said maybe the Department had introduced T.W.I.
scheme too early while Hong Kong industry was still not
conscious enough of the training need.
However, the industry had other opinions which might
be summed up as follows:
(1) T.W.I. was criticized to be too Amiiierican, not
suitable for Hong Kong, particularly regarding the job
relations training. There were even doubts as to whether
the so-called "democratic supervisor" advocated by T.W.I.
might decline into a spineless supervisor who could not
decide anything on his own initiative because of having
to discuss everything with his subordinates."
(2) T.W.I. was carried out primarily through
trainers who attended courses at the supervisory training
centre and subsequently returned to their parent organiza-
tion to run their courses. This approach, while capable
of diffusing training quickly throughout the entire industry,
1Ibid.
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would only be applicable to large factories employing 20
supervisors or more. If we use a supervisor-worker ratio
of 1:25, this would mean factories employing 500 workers
or more. In Hong Kong, most factories were of small size.
Therefore, the T.W.I. in its six years' operation has
actually done very little for the major sector of Hongkong' s
industry.
(3) The group conference method as employed in
T.W.I. discussion sessions was not very successful due to
the fact that the Chinese people were usually more conser-
vative and were not accustomed to speak openly.
On the whole, although T.W.I. was not successful
in Hong Kong, it has nevertheless acted as a pioneer in
the field of supervisory training, and has made Hong Kong
industry aware of the need of such kind of training.
Training for Practising Supervisors
Training for practising supervisors might take the
form of guidance by superiors or the form of training course
within the factory or outside the factory. The former is
quite time-consuming, the latter is more practical. In
Hong Kong, few large factories have their own in-factory
training programs for their supervisors. As to small fac-
tories, they have to depend on training courses offered by
37
outside organizations,such as the Hong Kong Productivity
Centre,the Hong Kong Management Association,the Labour
Department,the Hong Kong Technical College,and the Depart-
ment of Extramural Studies,the Chinese University of Hong
Kong, A summary of the courees offered by these organiza-
tions is shown in the following table.
TABLE 1
SUMMARY OF SUPERVISORY TRAINING COURSES
IN HONG KONG



























36 hrs. HK $380
8 hrs HK $ 55
75 hrs. HK$ 400a
24 hrs. Free
72 hrs. HK $ 80
24 hrs. HK$ 55
aTuition is HK$400 for memebers of the Hong Kong
Managemnt Association and members of the Federa-
tion of Hong Kong Industry.For non-members,
tuition is HK$500.
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The None Kong Productivity Centre
The Hong Kong Productivity Centre was established
in April, 1967 with the aim to help increase productivity
in industry. Its major activities include extensive train-
ing programmes, consultancy services to industry, partici-
pation in overseas training progrwnmes, provision of fellow-
ships for more advanced training of individuals, and publi-
cation and research. It is a Government subsidized organi-
zation, its own revenue from training pro grammes constitutes
only a small portion of its total revenue. For the finan-
cial year 1969/70, this pootion is 19%.1
Training courses are conducted either in the Centre
or in factory premises. Most training sessions are conducted
by the Centre's own trainers who, in addition to possessing
high academic qualifications, also have practical experience
in Hong Kong industries. The course which the Centre pro-
vides for supervisory training is called the Supervisory
Training Course. This course, consisting of 36 one-hour
classroom sessions, is designed to study the supervisors'
role in the organization, in job relations, and in job man-
agement. It is conducted in Chinese and in day time. Train-
ing methods used include films and slides, case analysis,
1Hong Kong Productivity Centre, Annual Report, 1969/70,
(Hong Kong: Hong Kong Productivity Centre, 1970).
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group discussions and plant visits. Details about the course
content are shown in Appendix V.
For the year 1970, the Centre has conducted three
supervisory training courses in the Centre with a total of
91 participants from some 70 organizations, including fac-
tories, commercial firrls, utilities, and banks. Out of this
total, only 16 participants were from small factories.
Most of the 91 participants were supervisors or foremen,
some were middle-level managers and some were top-level
managers of small firms. Further details are shown in
Appendix VI.
An analysis of the questionaires completed by the
participants at end of each course shows that most partici-
pants considered the course very useful. They appreciated
the opportunity of sharing the experiences of other people
through discussions, and they asserted that they were able
to apply the supervisory techniques to their own work
situations. The Centre's trainers claim that the applica-
tion of these techniques is even more effective in small
and medium-sized factories where human relations has a
greater impact on work performance.1
Besides training conducted at the Centre's premises,
the Centre has also organized and. implemented in-plant
1Personal correspondence with the Hong Kong Produc-
tivity Centre.
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supervisory training courses in large factories. For the
year 1970, the Centre has conducted 17 such courses in
various kinds of factories including shipbuilding and repair-
ing, optical instruments, garments, plastics, electronics
and hairwig manufacturing. Approximately 400 supervisors
have received their training from these courses. 1
The Hong Kong Management Association
The Hong Kong Management Association, established
in 1960, is an organization composed of mangers and persons
interested in management education and training. Its objec-
tives are: To keep in touch locally and internationally with
trends and changes that affect managemtn; to collect and
disseminate to members information on the principles and
practices of management; and to provide and encourage educa-
tion and training in mangement. In. 1969, the association
offered 94 courses in various fields. The total number of
sessions was 447 and the total number of partici-oants was
2,659.2 These courses were designed mainly for the middle
or top-level management personnel.
Since September, 1969, the Association, in conjunc-
tion with the Federation of Hong Kona Industries, has
1Ibid.
2Data furnished by the Hong Kong Management Associa-
tion.
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provided 10 training courses in the Supervisory Managment
Series. Approximately 100 organizations have sent their
employees to attend these course. They include factories
of variours industries, commercial firms, constructions.
and engineering works, hospitals, hotels and government
departments. The total number of participants is 235.1
The supervisory training courses offered by the
Association are of two kinds: the Industrial Supervisor
and the Training course for Industrial Supervisor. Both
are conducted in Cantonese. Training methods used include
lectures, discussions and case studies.
The main purpose of the first course is to provide
an appreciation of the importance of the supervisor's posi-
tion in industry and the need for supervisory training.
It also discusses the role of supervisors in human relations.
The course contains only four sessions, each lasting for
two hours. The tuition is HK$55.
The main purpose of the second course is to teach
the principles of supervision and modern mangement techniques
to existing or potential supervisors. The duration of the
course is 75 hours, 9 hours per week. The tuition fee is
HK. 400 for the members of the Association and those of the
Federation of Hong Kong Industries, and HK$500 for non-
members. The contents of the course include factory opera-
tion, human relations, supervision, communication and case
1Personal correspondence with the Hong Kong Management
Association.
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studies. The syllabus of this course is shown in Appendix VII.
Training Provided by the Labour Deartment
Since the suspension of the T.W.I. training activity
in 1967, no supervisory training has been provided by the
Labour Department except the industrial safety training
course conducted by its Industrial Safety Training Unit.
This course was either held in cooperation with other organi-
zations such as the Federation of Hong Kong Industries, the
Chinese Manufacturers' Association, and the Hong Kong Produc-
tivity Centre, or held at the request of individual factories.
Up to January, 1970, industrial safety course has been held
in 16 factories, and the total number of graduates from his
course is 360.1
This course covered both basic industrial safety
and advanced industrial safety. It had 12 sessions, each
session lasting for 2 hours. The syllabus of the course
is 'shown in Appendix VIII.
The Hong Kong Technical College
The Hong Kong Technical College is one of the post-
secondary institutions under the Education DeDartment of
1Data furnished by the Honp Kong Labour Department
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the Hong Kong Government. Besides courses in technology,
the College also offers courses in management. As far as
supervisory training is concerned, the College has offered
a short course in supervisory management to existing and
prospective supervisors. It is a part-time day release
course which consists of 24 three-hour sessions in 12 weeks.
The course consists of 9 subjects, namely, the principles of
supervision, practical communication, technical aspects of
supervision, human and industrial relations, industrial law,
personnel supervision, economics of industry, industrial
finance, and elementary cost accounting.
Department of Extramural Studies,
The Chinese University of Hong Kong
The Department of Extramural Studies, the Chinese
University of Hong Kong, offered its first supervisory
management course in 1970. The course consists of 12 one-
hour sessions, covering principles of supervision, motivation,
and the effect of mechanization on supervision practice.
The course is conducted in Chinese, and the tuition fee is
HK$55 for each student.
In the year of 1970, the aboved-mentioned organi-
zations together trained about 400 supervisors in their
own training centres and about 400 supervisors in factory
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premises. All the in-plant training was carried out in large
factories. According to the Hong Kong Productivity Centre's
experience, it is estimated that only about 70 participants
were from small factories. This low ratio, as explained
by a senior officer of one the above institutions, is due
to the lack of recognition on the part of Hong. Kong small
manufacturers.
Having described the supervisory training courses
offered by the various institutions in Hong Kong, let us
examine the opinions of small factories towards these courses.
The writer's smaple survey revealed that to the small fac-
tories, these courses are considered suitable as to course
content, teaching method and tuition charge. But the venue
and time for these courses have caused much inconvenience
for the small factories.I As far as venue is concerned,
both the Hong Kong Management Association and the Hong Kong
Productivity Centre have their training centres located at
the Central District of Hong Kong island, which are far away
from most industrial areas. Participants have to spend two
to three hours in travelling to attend a two-hour session.
It is hoped that this problem may be solved for manufacturers
in Kwun Tong area-in the near future, because the Hong Kong
Productivity Centre has planned to open a Kwun Tong train-
ing centre in April this year.
1See Appendix I, Table 9.
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Timing is another inconvenience. Both the Hong Kong
Management Association and the Hong Kong Productivity Centre
conduct their courses at day time which most small factories
find it very difficult to adapt. When a senior officer
of the Hong Kong Management Association was asked whether
they would conduct some evening courses to facilitate the
small factories, he gave negative answer and explained why
the training should be done in working hours. First, train-
ing is a productive activity, and for it to be done in
working hours is evidence that mangement regards it as
productive; Second, it would be too tired to get full
benefit if training is conducted after working hours.
The writer does agree with the statement that manage-
ment should have their supervisors trained in working hours
if possible. However, since the small factories cannot
afford to release their supervisors for the day training
course, why should not we help them with some evening courses?
Preparatory Training for Sunervi snr
In this section, we will discuss longer-term measures
for supervisory training. This does not imply that the
short courses considered in the previous section are short-
term measures, as there will: be continuing need to upgrade
the skills of existing supervisors. The preparatory super-
visory training, therefore, is something not to supplant,
46
but to supplement the short course. It is a measure that
trains individuals who have not yet reached supervisory posi-
tion. The same individuals could in later years take part
in short courses as need arises.
The Hong Kong Technical College is the only insti-
tution in the Colony that conducts courses of preparatory
supervisory training. The College presently offers two
courses: Ordinary Diploma Course for Industrial supervisors,
and Certificate Course in Supervisory Management. Both
courses are conducted mainly in English.
The first course, the Ordinary Diploma Course for
Industrial Supervisors, was started. by the College in 1969
to train young people holding the School Leaving Certificate
to eventually become industrial supervisors. This course
is to provide the students with a basic background knowledge
of industry, to acquaint them with modern supervisory theory
and techniques, and to develop their potential as supervisors
and foremen. It is a comprehensive course consisting
of 17 subjects such as principles and practice of super-
vision, principles and practice of factory management, human.
and industrial relations, organization and financial aspects,
ordinance and legal aspects, quality and inventroy control,
production planning, etc. Details of course content are
shown in Appendix IX.
Besides classroom sessions, the training programme
requires the students to spend about 3 months in their
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first year and 4 months in their second year to work in fac-
tories. This phase of the sandwich-type course is important
because the students must obtain passes in practical work
before they are eventually given their diplomas. At present,
there are 30 students in the first-year class and 24 students
in the second-year class.
The second course, the Certificate Course in Super-
visory Management, is a part-time evening course. Its
duration is two years. It is designed for those who presently
hold a supervisory post or likely to hold one. Subjects
taught include principles of surervision, human relations,
practical corrrlunications, technical aspects, industrial-
relations and law, industrial finance and costing. Two-
hour sessions are conducted two evenings per weak, The
tuition is only $70 per year.
The two courses now in operation in Hong Kong
Technical College do not, in the opinion of the writer,
offer a solution to the problem of preparin supervisors
for small industry. Here are some reasons:
(1) The College requires higher academic qualifi-
cations than are absolutely necessary for those who are to
be supervisors in small factories.
(2) The College tends to be too specialized and
too theoretical to serve the needs of small factories which
require knowledge and practical experience that cover all
aspects of supervisory job.
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(3) The curricula of the College are designed to
prepare students for apprentice-supervisor in large indus-
tries. The small industry trainee may have to assume respon-
sibility immediately after leaving the College, with little
opportunity for apprenticeship.
These drawbacks might be improved by redesigning
the present courses. Even then, the College may not be able
to accommodate the vast number of would-be supervisors needed
in small factories. Available statistics from Labour Depart-
ment showed that the total new intake of labour in 1970 was
44,642. Using a supervisor-worker ratio of 1:25, the addi-
tional number of supervisors required in that year to take
care of the new intake alone would be 1,725. Apparantly,
the present training facility could not meet such a demand
for new supervisors each year.
In recognition of this situation, the Federation
of Hong Kong Industries has proposed to Government to set
up a non-profit making institute to provide part-time and
day release training for existing and potential supervisors.
The institute is expected to have a capacity for training
2,000 to 3,000 supervisors a year. The Government is
requested to grant: A building site of about 7,5000 square
feet; HK$700,000 which is 30% of the capital and capitali-
zation costs Recurrent subvention of about HK$400,000 or
about 50% of the operational expenditure. The Federation
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would provide the balance of the costs from other sources.
Suggested tuition fees would be: HK$350 per student for a
certificate course which would be equivalent to the British
Institute of Supervisors' course; HK$150 for a comprehensive
course; and HK$120 for a specific course. The medium of
1
instruction would be Cantonese.
It seems that, this institute will be a solution to
the supervisory training problem in the Colony. However,
in the opinion of the writer, this plan is not likely to
obtain the Government's approval in the near future. The
Government has already committed itself to big educational
expansion projects for the next five years. They include
a new polytechnic college, the free primary education, and
the subsidized 3-year post-primary education. Besides,
there is the growin requirements of the two universities.
The Government has been stalling on the Technical Institutes
Plan proposed by the Industrial Training and. Advisory Com-
mittee. 2 The Federation's Supervisor Institute Plan would
quite likiely meet the same fate.
1South China Morning Post, (HongKong), February 2
1970.
2South China Morning Post, (Hong Kong), October 13,1970.
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CHAPTER IV
"SMALL INDUSTRY SUPERVISOR INSTITUTE" PLAN
A Case for Small Industry Supervisor Institute
Supervisory training requires a large amount of
time and talent for promotion and directionl. However,com-
pared to technical education which requires substantial
resources,its money outlay is much lower.Therefore,it
is quite possible for the industry to take up this respon-
sibility.
Reasons have already been advanced in last chapter
as to why the Technical College may not be suitable for
training large number of supervisors for small industries.
Now let us see how a Small Industry Supervisor Institute
may meet the need.
First of all,such a training plan would be against
tradition in many areas.It is training but not academic
training.Candidates would not be limited to school certi-
ficate holders--those with proper preparatory school
education.The trainihng would contain very little theory
but would concentrate on techniques that could meet the
immediate needs of a supervisor.There is an excellent
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chance that, once properly in toduced, such training would
be wholeheartedly accepted by the industrial community.
The proposed Small Industry Supervisor Institute
may be organized and operated as follows:
Sponsor. A Small Industry Supervisor Institute
may be sponsored by virtually any organization interested
in small industry development or industrial training.
Since such an Institute requires no laboratories or technical
staff, it would not be difficult to find local sponsoring
organizations. Government agencies may take the initiative
in starting the Institute and then share responsiblity of
administration with other interested organizations such as
Manufacturers' Associations or schools.
No matter who sponsors the Institute first, it
should be such that eventually many such institutes could
be established. A large number of relatively small insti-
tutes in close proximity to the factories they are to serve
would appear to be better than a few large institutes.
Advisory Board. The institute must command the
respect of local industry and must be practical. Both
objectives can be achieved by having an advisory board
composed of local citizens. In fact, one possible first
step for the organizer or sponsoring organization to take
would be to name the advisory board. Individuals from any
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occupation may be asked to serve as advisors provided they
are interested in small industry development have the
respect of or are known to the small industry. Local
government officals and educators, among others, are often
good candidates.
Advisory committees would he most helpful in pro-
moting and publicizing courses. Mometimes personal contacts
alone may be sufficient to attract particpants to the first
course. Next in importance is the ass stance the hoard
can give in determining course subject matter and teaching
methods. A committee is more likely to have an insight into
the needs of the small industry.
The Director. An organizer may be able to take
the first step toward the establishment of the Institute,
an advisory board advises on important matters, but the
day-by-day operation and administration of the Institute
have to be the responsibility of an individual whom we
call the director. The small manufacturers and partici-
pants will be in close contact with this individual and
their judgement of the Institute will be influenced by the
respect he is able to gain.
The director should have integrity and enthusiasm.
He should be enthusiastic to the Institute's objectives
and be willing to develop and promote the programme of
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assistance to small manufacturers. He should have sufficient
prestige in the comziiunity to encourage the participation
of local peooel. Fie should h k.ve sufficient e7 r- so
that his recommendations will be given serious cons der_ at i on.
The duties of the director are first to carry out
the plans formulated by the advisory board or the s_i,o:nsor-
in agency about the awakening of interest a.n.d. course
organization. He should acquaint the small manufacturers
with the course and make all. preparations necessary, inclu--
ding the writing of explanatory letters or brochures and
outlining of the cirriculum. `ith the assistance of the
advisory board, he should select and). convince the qualified
people to serve as trainers in the Institute.
If all these desired qualifications cannot be found
in the same individual, then a system of co-directors irtay
be adapted or a part-time director assisted by a coordinator.
Perhaps one could be a professional educator while the
other an outside industrialist borrowed from a. factory in
the area.
The Pacult In planning the establishment o± such
an Institute, there will be no problem about the demand of
its sel-cices. Even buildings or finances are not insur-
mountable obstacles. It is Zack of qualified faculty that
will pose as the true limitin- factor.
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Men without practical industrial experience, no matter
how good their academic qualifications are, would be of
little value. What the institute needs are men already
employed in industrial enterprises. Assisted by the advi-
sory board or sponsoring organizations, the Institute should
be able to attract qualified part-time trainers. Income
alone may not be sufficient motivation for work at the
Institute. Non-monetary appeals can be used.
Finance. The ocst of operatin the Institute would
be low compared to training courses involving laboratory
owrk. A rough estimate of operating, costs can be made for
an Institute of minimum size. Assume a one-year propram
with four classes of 30 students each ----or a total of
120 students at any one time. One full-time director plus
six part-time trainers would be required. This number
would provide for adequate secialization in each subject
and adequate time for aprepration of teaching materials.
The annual cost breakdowns would then look as follows
Director HK$ 36,000
Trainers, 6 at HK$5, 000 each 30,000
Clerical staff and office supplies 6,000
Teaching materials
3,000
Publicity, Mail, etc, 4,000





The tuition fee per student may be set at HK$900
per year, which in most factories is less than two months'
salary of a prospective supervisor. It is very likely that
small factories would be willing to pay this amount as cost
for training their prospective supervisors.
Program Promotion. Promotion of a training program
is always a difficult task since a training program seldomly
produces evident immediate results. Small manufacturers
will not be against any measure if they are convinced of its
value. They need not be urged to respond to a loan plan.
They also may sense the need for technological information.
Less need is felt, however, for management training.
One way to awaken interest is to arouse curiosity.
Most small manufacturers will accept an invitation to an
meeting if it is sent by respected citizen or someone in
authority. Group meetings are efficient to have the
course explained to them. List of factory managers are
very likely to be available. Management Associations
and Manufacturers' Associations usually compile lists of
them.
A letter also can be effective, particularly if
it is written with attention to specific needs of the
small factories. Accompanied mimographed or printed
sheets can describe the training plan in more detail.
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Sophisticated pamphets or brochures can be written.
Very seldom will a mailing list be so complete that
one can be sure of reaching the total desired population.
Newspapers offer one method of reaching all small factories.
Generally, the' cooperation of newspapers can be obtained
for writting news stories these are far more effective
than paid advertisements. Other publications with limited
but more specific circulation may also be used to advantage.
The radio and TV can be used in many instances, but generally
their cost is too high.
Student Qualifications and Selection. A radical
departure from school practice is suggested for the selec-
tion of students. Academic qualifications would virtually
be abolished. Candidates would have to be literate and be
able to express themselves, but a preparatory school certi-
ficate would not be necessary. There should be no compromise
on qualification of intelligence of the candidate. Tests
could be given to measure, not existing knowledge, but rather
the potential for assimilating new knowledge. Another quali-
fication for which no compromise should be made is the experi-
ence and occupation of the candidate. The Institute would
be well advised to accept only those individuals who work
in industry and who are prepared to take the supervisory
job. A minimum of two years' experience would-be desirable.
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Candidates should be in the 20 to 30 age bracket.
Entrance requirements would vary in detail for each
Institute. All the institutes might have the same objective
but qualifications required of the candidates could vary.
One guideline here is that the entrance requirements should
be set sufficiently high so that the investment would not
be wasted on students who could not absorb or utilize the
training. On the other hand, the requirements should not
be set so high that there would be no candidate eligible
to take the course. If in a given area there were not a
body of prospective supervisors between these two extremes,
then there would be no justification for the establishment
of such an Institute.
Curriculum. The elements described so far have
general applicability and only minor changes are needed to
adapt to individual institutes. This is not true with
curriculum. While it is possible to discuss principles of
subject matters and give illustrations, it is essential
that final decisions on curriculum should be made by indi-
viduals well informed of the training needs of supervisors
in small indus try.
One excellent approach to subject matter is to
examine the problems and needs of the supervisors who will be
coming to the course. This can be accomplished by pre-course
visits to the participating factories, or by questionaire
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The writer's sample survey reveals that most manufacturers
think that supervisor should have learned the knowledge of
production scheduling, quality control, labour management,
material handling, and industrial safety before he takes
up his position. A one-year programme of 300 one-hour
sessions may cover the basic issues of the above subjects.
Another approach is to give the participants what the
institute thinks they need. It is not unusual that the
small manufacturers and/or their supervisors do not recognize
what they need to learn. A curriculum may do well to include
both types of knowledge.
Teaching Methods. The methods to be used in teach-
ing the subject matter are the focus of much controversy.
There is no one best road to learning. Receptivity to
various teaching methods will vary with the educational
level, working experience, and learning desire on the part
of supervisors. A variety of teaching methods can be used.
The following is,a sample:
(1) Lecture given by the trainer or a specialist,
followed by a discussion or a question-and-
answer period.
(2) Lecture given by a panel of speakers followed
by a discussion.
C3) Discussion led by the trainer or by specialists.
(4) Conference of participants held under the direction
of the trainer.
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(5) Analysis by participants of a case study
presented by the trainer.
(6) Visit to a modern manufacturing plant to
observe new management method.
The lecture method is a teaching method of long tradi-
tion. When it is necessary to transmit large amounts of
information in a short period of time, the lecture method
is best. Large group of individuals----a hundred or more---
can be trained through lectures. On the other hand, this
method has grave defects when used in the training of super-
visors. It is a foriyi of teaching that denands no effort
from the participants other than to stay awake. Its motiva-
tional power is low unless the participants are already
interested in the subject nietter. The participants may not
be stimulated to think thoroughly about their problems.
An important objective, the sharing of experience, is not
attained. Much of the materials covered by lectures could
be transmitted by the distributing of lecture notes to
students.
Lectures in supervisory training can be improved.
Visual devices can pinpoint and give extra clarity. An
outline or an abstract of the substance of the lecture may
help understanding. A short lecture of an hour or less
usually is better than a longer one. A series of lectures
by a panel of speakers may sustain interest for longer
than an hour.
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The discussion method of teaching, i.e., group
discussion, conference, and case study, is believed superior
to the lecture method in the training of small industry super-
visors. The transmission of specific knowledge is important,
which perhaps could be accomplished by lectures. However,
it may be more important for the supervisor who wants,to
acquire new knowledge and is willing to use it. This atti-
tude, it seems to the writer, can better be achieved through
the discussion method. Not many supervisors have any experi-
ence with group discussion, conference, and case study.
Accordingly, they may respond better if the first session
includes a lecture plus a short discussion. The portion of
the time given to discussion can'be increased as the parti-
cipants become accustomed to it. The discussion method of
teaching is usually.of more value toward the end of a course,
while the lecture method is considered necessary in the begin-
ning of a course.
The use of plant visits as a.._ part of the training
course is a potentially valuable teaching method. Such
visits help participants to relate what they see to the
principles and problems being studied at the training course.
It would be especially desirable to make use of those plants
whose owners are connected in one way or another with the
Institute.
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Evaluation and Follow-up. Most of our discussions.
so far apply only to the first course. Once the industry's
interest is aroused, the sponsoring organization has to
prepare for subsequent courses. If the enthusiasm shown
for the first course is less than anticipated, one might
look into the causes for it. In either event, the prepara-
tion of subsequent courses should be based on experience
learned from the first class.
The value of the training to supervisors can be
measured more accurately by an evaluation made some months
after the completion of a course, because the supervisors
can then report on the application (if any) of the knowledge
gained. Evaluation can take place even during the course.
For example, participants might be asked to give their
opinions after each session. At the end of the course,
the participants might be asked to fill out an evaluation
questionaire form, which they do not have to sign.
Interviews with the management of the participating
factories by the director to discuss the supervisors'
performance after the completion of the training course
would be highly useful. This would reveal the effect of
the training course on the factories as well as on the
supervisors.
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To sum up, the Small Industry Supervisory Institute
will have the following advantages.
(1) The Institute would train only mature individuals
already employed by industry. Such individuals can be
motivated to learn relatively easily acid are in a better
position to apply new knowledge imnediately.
(2) The Institute would not aggravate the problem
of finding jobs for the educated because individuals would
be trained for advancement in the same company.
(3) As the Institute would only take those mature
individuals who are already employed by industry, so the
cost per student would be much lower than if inexperienced
persons were taken.
(4) Institute of this kind can be of small size
and can be scattered widely. No student needs travel very
far from his place of work.
(5) An Institute can give much more thorough train-
ing though not to as many individuals as the short part-
time courses.
(6) The economy gains immediately when a student
leaves the Institute. He does not have to look for a
job, to adjust to the environment, or to serve as an
apprenticeship.
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An Experiment----The Alliance Industrial
Administration Evening Institute
People may doubt whether the idea of Small Industry
Supervisor Institute can be put into practice. The esta-
blishment of the Alliance Industrial Administration Evening
Institute is perhaps an answer. This Institute, whose aim
is to prepare junior supervisors for the small factories,
is the brain child of Mr. Lam Kwan, Executive Director of
the-Chinese Manufacturers' Association and Head of the
Education Department of the Christian Alliance Church.
Sponsored by the church, the Institute operates as a non-
profit-making organization, It uses the premise and other
facilities of the Christian Alliance College in order to mini-
mize capital investment and day-to-day operating expenses.
The Alliance Industrial Administration Evening
Institute is quite similar to the Small Industry Supervisor
Institute both in its organization and operation. It has
an advisory board of four industrialists and one educator,
a part-time director assisted by a full-time administrative
assistant, and a faculty of six part-time trainers. Among
the six trainers,. four hold M.B.A. degrees, the other two
hold bachelor's degrees. All of them hold executive
positions in industry or commerce.
The Institute offers a one-year evening course of
Industrial Study which consisted of such subects as
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factory organization, principles and practice of supervision,
industrial relations, production scheduling, quality control,
and others. Classes are conducted in Chinese, and tuition
fee is HK$700 for each participant.
This course had its publicity started on 15th.August,
1970 through newspaper advertisement, news stories, and a
brief talk by an advisory board member in a radio program.
In spite of its high tuition charge, response from the
industry was unexpectedly good. Applications exceeded
300, while the Institute expected only 100. In accordance
with the predetermined schedule, the Institute accepted only
102 for its first course. Most of the students came from
factories nearby. More than half were working in small-
sized factories. Further information about the participants
are given in Appendix X.
The course has been going on satisfactorily.
Lecture method was intensively used at the beginning.
Discussion method was introduced gradually. Films were
occasionally used to arouse the interest of participants
in new management techniques. Plant visits were arranged
once or twice a month. Course materials and teaching
methods have been-put under review in the light of the
following factors: trainers' experience with the class
participants' opinions as expressed in questionaire forms
and informal discussions discussions with the management
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of the participating factories; advices from other institu-
tions; and the general reaction of the industrial community.
The Alliance Industrial Administration Evening
Institute is still in its experimental stage. It will be
too early to conclude at the present moment that it is
the right answer to the development of supervisory train-
ing in Hong Kong However, it does prove that the Small
Industry Supervisor Institute plan is not just a vague
idea.
The Small Industry Supervisor Institute, under a
variety of sponsoring agencies, may be established in each
of the industrial areas of the Colony, such as Kwun Tong,
Tsuen Wan, Shaukiwan, etc. However, even tough locally
supported and directed, these institutes will benefit by
having one central organization. For example, each Insti-
tute has its course, so a mutual sharing of course experi-
ence is desirable. Research on development can be jointly
sponsored. An existing Government agency or an established
institute maight appropriately take on these functions.
Another important responsibility of the central
organization would be to stimulate the formation of new
institutes. A new institute seldom startsaspontaneously.
An organizing effort will be required. Visits by staff
members may be necessary for stimulating local interest.
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Summary
(1)Small industries have played an important role
in the economic development of Hong Kong.They constitute
the great majority in the total number of industrial
establishments and account for more than 50% of the total
industrial employment. Besides, they contribute 58% of
Hong Kong's total export.
(2) Small industries always face problems in fin-
ancing,management,marketing,and others.Various measures
have been taken by Gobernment and public to help solving
their problems. But the management factor seems to have
been neglected.
(3)Supervisors are an important link in manage-
ment.They are responsible for a multitude of duties:
production,human relations,training,etc.However,
our supervisors have not done well in the past.
(4) To develoop good supervisors ,management has
to find those who are qualifed for the job,provide them
with suitable training,and support them when they play




(5) Training for supervisors may take the follow-
ing forms: internal training course on-job training
external training courses. For small factories, few can
afford to run internal courses, and management seldom has
sufficient time to train their supervisors. Therefore,
external courses are very important.
(6) In 1960, T.W.I. was introduced in Hong Kong to
train local supervisors. During its six years of existence,
T. W. I. has trained a total of -,177 supervisors, of these
only a small portion was from small factories. The T.W.I.
approach is appropriate for industries mainly composed of
large factories. It is not appropriate for small industries
which are so important in Hong Kong.
(7) The Hong Kong Productivity Centre and the
Hong Kong Management Association are the two chief organi-
zations which provide training courses for practicing super-
visors. The two organizations together have thus far
provided training to about 800 supervisors either in their
training centres or in factory premises. Among these 800,
only about 70 are from small factories. The low ratio of
participation by small factories is due to the difficulty
for the small factories to release their personnel to attend
day courses.
(8) The Hong Kong Technical College has provided
preparatory training for potential supervisors. The number
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of graduates per annum is about 50. Compared to the estimated
need of 1,700 new supervisors each year by local industry,
the present capacity of the College is obviously too small.
(9) The HK$3 million project of the proposed F.H.K.I.
Supervisor Institute may be helpful in preparing new super-
visors. However, it is not likely that the Government will
approve it since the Government has already committed itself
to huge educational expansion projects. The Government is
still stalling at the Four Technical Institute plan.
(10) The local industry has to take up the respon-
sibility of providing supervisory training. The Small
Industry Supervisor Institute-Plan might be the answer
because it would require very little capital investment and
its operating cost would be very low. The Alliance Indus-
trial Administration-Evening Institute is an experiment on
this idea it has gained favourable response from the small
industry.
Conclusion
The writer has stated repeatedly that the Alliance
Industrial Administration Evening Institute is still in. its
experimental stage. Whether or not the Small Industry
Supervisor Institute idea for providing supervisory train-
ing to small factories can be sold and implemented success-
fully has yet to be seen. More time and detailed observation
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is needed before any final conclusion can be drawn. Shat
is said below represents only the writer's personal opinion
which is based on the firndings of his study and on his work
experience with the Alliance Industrial Administration
Evening Institute.
The supervisory training activities can be streng-
thened and developed much faster via the Small Industry
Supervisor Institute plan. Such institutes require very
little capital investment and its operating cost would be
very low. Manufacturers' Associations and other institutions
which have interst in industrial education are capable of
sponsoring such kind of institutes. The evenin course will
enable the small factoires to release their limited personnel
to receive the training, it also facilitate the insti-
tutes to find qualified trainers.
These advantages of a Small Industry Supervisor
Institute have been realized in the Alliance Industrial
Administration Evening Institute. The remaining question
lies in the curriculum which is always the focus of
controversy. In the writer's opinion, the curriculum should
not be completely predesigned, it should be flexible and
may differ from institute to institute, from class to class,
and from time to time. The advisory board, the director,
and the trainers can jointly design a curriculum of value.
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With properly designed curriculum and well qualified
directorsand trainers,the small Industry Supervisor Insti-
tute would prove to be a very useful vehicl vehcle for the develop-
ment of supervisory training in the colony
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APPENDIX I
SUMMARY OF FINDINGS OF THE SURVEY UNDERTAKEN BY TE WRITR
IN FEBRUARY, 1971.
Table 1
Number of Sampled Factories by industry
Industry No. of Factories % of Total
Food Manufacturing 8 5.7%
Metal Products 22 15.7%
Cosmetics and 10 7.1%
Pharmaceuticals
Garments 24 17.1%
Knitting Products 14 10.0%
Weaving & Dyeing 14 10.0%
Wigs 2.1%3
Plastic Products 21 15.0%






Number of Sampled Factories by Size










supervisor-Worker Ratio in Samn1 Pan-Fn-o
Size











Education Standard of Supervisors in Sampled Factories
Average Education Standard








Recruitment Practiae of Supervisons in Sampled Factories
Recruitment Practice No. of Factories % of Total
Recruit from outside 20 14.3%
Promote within 84 60.0%
Recruit from outside




Importance of the Factors Considered in Selecting Supervisors
in Sampled Factories
No. of Factories Reporting as
Factors
Very Important Important Not Important
Age 16 78 36
Body Structure 432 96








Required Knowledge for Supervisors in Sampled Factories





Material dandling 92 65.7%
Production Scheduling 120 85.7%
quality Control 110 78.5%





Number of Sampled Factories Having Sent Their Employees
To External Supervisory Training Courses
Course No.of Factories %
Hong Kong Management Association
Training Course for Industrial
Supervisors
Hong Kong Productivity Centre
Supervisory Training Course
Hong Kong Technical College




Department of Extramural Studies












Note:Some factories sent their employees to differ-




Opinions Against the Existing Supervisory Training Courses
of the uampled Factories





Tuition Fee 102 38
Venue 8258
Table 10
Difficulties Encountered in Providing Training
for Supervisors in Sampled Factories
Difficulties No. of Factories of Total
Financial Limitation
8.6%12
Time unavailable 70 50.0%
suitable Candidate 66 47.1%
unavailable
bultable Training Course 44 31.4%Unavailable
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APPENDIX II
INDUSTRIAL UNDERTAKING AND INDUSTRIAL ETLOYDMT
ON MAROH 31 OF EACH YEAR,1961-70
Factories Employing Factories Employing
Less Than 200 Workers More Than 200 WorkersYear
Number Employment Number mp loysent
1961 130,181 2045,370
1962 147,906 2545,570 130,707
6,820 2841963 140,840161,394
1964 193,215 160,3567,699 350
1965 183,902 173,5957,294 362
1966 189,680 187,0717,677 364
1967 214,260 421 217,7139,053
1968 10,466 232,981 446 225,959
1969 11,918 274,983 480 248, 962
1970 14,095 405 258,623310,164
Source: Hong Kong Government Annual Departmental Report,




Introducation A senior member of management opens
the course and hands over to the Trainer.
The importance of leadership as one of the essential
qualities of asuDervisor.
RevieiFT of the group members' su-oerviosry responsi-
bilities This shows that in every responsibility the common
factor is peope and that a supervisor gets results through
people.
The foundations of good relotionships. Simple common
sense lines of action for supervisors to follow In their
contacts with workpeople.
The worker as ann, individual.Consideration of the
many factors Which affect wo rkpeople, leading to the conclu-
sion that people must be treated as individuals.
The steps to be taken in handling human relationship
problems Elaboration and full discussion of a 4-stet plan
for the problem handlin, viz., (1) Get the facts (2) Weigh
and Decide (3) Take action (4) Check results.
APPENDIX III




Consideration of relationship prolems between super-
visors and workpeople Gorup members apply the 4-step plan
and suggest possible actions.
The supervisors' relationships with colleagues and
seniors. A discussion to show that the principles which
apply to supervisor-worker relationships apply also to all
other relationships.
Job Instruction
Introduction. A senior member of management opens
the course and hands over to the Trainer.
The importance of good communication. This shows
that the ability to impart information is essential to super-
visors.
The aim of instruction. A discussion to bring out
that the objective in all forms of instruction is to achieve
complete understanding and to get a job done correctly, safely,
conscientiously and to time.
Examination of comrn.only used methods of instruction.
Demonstration and consideration of commonly used yet inade-
quate methods of instruction.




Preparation of instruction. Demonstration, coaching,
and practice in preparing instruction.
The'How to Instruct' plan. Explansktion, demonstration
and discussion a 4-step plan for use in imparting information.
This includes (1) Preparation (2) Presentation (3) Try-out
(4) Application.
Practice by group members on the use of the 'How to
Instruct' plan. Members brim jobs from their ovra sections
and instruct other members.
Application of the 'How to instruct' plan to verbal
colmmunications. Demonstration by Trainer and Practice by
group members.
Consideration of special instruction problems. How
to instruct on a long job, a continuous job, in a noisy place,
to a group, etc.
Planning training recuirements The presentation of
a simple method which a superviscr can use to review the staff
position in his section to determine who shall be trained,




lntroduction. A senior member of management opens
the course, stresses the need for method improvement and states
the firm's desire to know of supervisors' ideas for improve-
ment. He then hands over to the Trainer.
Scope for Method Improvement. The supervisor' s scope
for improveing work methods is discussed. The role of the
Methods Department (if one exists in the firm) and the need
for the supervisor to co-operate with it are stressed.
Introduction to the 4 basic steps in method improve-
meat. These are (1) Analyse; (2) Challenge; (3) Develop;
(4) Introduce.
Practice in us ins the 4 basic sters. A suitable job
is described and demonstrated and the group members use the
plan to devise an improved method.
Application of the Plan in practice. Each member,
with the help of the group and the trainer applies the plan




introduction. A senior member of management opens
the course and hands over to the trainer.
The need for accident prevention. Discuss on the
cost of accidents to the victim, the whole community, the
firm and the supervisor.
How injuries are caused. Analysis of the causes of
accidents to show that they do not just happen-----they are
caused.
Factors common to most accidents. A case history
of an accident is used to show that the usual chain of events
is (1) Faults of persons; (2) Unsafe acts and conditions
(3) Accidents; (4) Injuries.
The supervisors' three fields of responsibility in
accident prevention, i.e., the work area, tne work method,
the worker.
Safeguarding the work area. How to spot dangers and
how to take appropriate measures to deal with them.
Safeguarding the work method. How to spot dangers
and how to take appropriate measures to make the method safe.
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APPENDIX III (Continued)
Safeguarding the worker How to spot danger in the
worker's conduct, attire, method of working, etc., and how
to take action against the dangers by training and follow up.
Talk by firm's safety specialist on aspects of safety
a proate to the firm. This is followed by questions and
discussion.
Practical exercise in spotting dangers. Group members
visit a section of the factory to spot potential dangers.
This is followed by a discussion with a senior member of man-
agement and the firm's safety speialist to determine how the
dangers might be removed.
Showing of appropriate safety films. If facilities
are available.
Accident prevention as good business practice. A
summary of the course and a final discussion to show the acci-
dent prevention is a necessar part of production.
Source: Labour Department Supervisory Training Book-
let No. I, Training Within Industry For Super-
visors(T.W.I.) Hong Kong, 1959.
APPENDIK IV
STATISTICS OF T.W.I. IN HONG KONG
Table 1
Number of Participating Organizations
During the Year Ended 31st v arch










Source: Hong Kong Government Annual Departmental





Number of Trained during the Years Ended 31st March
Year Job Instruction Job Method Job Relations Job Safety






































Total 45 23 35 17 34 19
26 13
Source: Hong Kong Government Annual Departmental Reports,Commissioner of




Number of Supervisors Trained during the Years Ended 31st March
Job Method Job Relations Job SafetyJob Instruction
Year
GovtFirms Govt. Firms Firms FirmsGovt. Govt.
1959 1125
1960 171159364 325
1961 120 22262307 35
2721962 10361 206217 100 9150
1963 103 41 28 2663 3174 52
1964 48 13 13 4257 3 39 39
1965 429 51 35 36
191966 4135 7 7 7 3963
Total 433 472669 2402544825111,116
Source: Hong Kong Government Annual Departmental Reports, Commissioner of




HONG KONG PRODUCTIVITY CENTRE
SUPERVISORY TRAINING OCURSE
COURSE CONTENTS
1. The Superisor's Rale in the Organization
1.1 Organization and Communication
1.2 The Duties and Responsibilities of a Supervison
1.3 Techniques in Supervision
1.4 Problems Discussions and Case Studies
2. The Supervisor's Role in Job Relations
2.1 Human Relations and Group Behaviour
2.2 Leadersip, Notivation and Morale
2.3 Job Instruction, Job methods and Working Conditions
2.4 Human Resistance to Change, Discipline and Grievance
2.5 The Personnel Department
2.6 Problem Discussions and Case Studies
3. The Supervisor's Pole in Job Managment
3.1 Planning and Control of Production
3.2 Methods Improvement
3.3 Fitting Men and Jobs
3.4 Control of Cuality
3.5 Maintenance of Tools and Equipment
3.6 Training of New Workers
3.7 Merit Rating
3.8 Problem Discussions and Case Studies
Source: Hong Kong Productivity Centre
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APPENDIX VI
TIDE HONG KONG PRODUCTIVITY CENTRE
SUPERVISORY TRAINING COURSES IN 1970
SUMMARY OF DETAILS OF PARTICIPANTS
1. Total Number of Participants: 91*
2. Average Age: 31,2.
Oldest: 57.
Youngest: 19.
3. Size of Participants' Organization:
No. of participantsSize of Organization %
Less than 100 workers 9 9.9%
101-200 7 7.7%
201-500 10






4. Educational Standard of Participants:








5. Position in Oranization:
%No. of ParticiantsPosition
47Supervisor 51.60%







6.Nature of Business of Participants' Organization:
























































HONG KONG MANAGMENT ASSOCTATION
TRAINING COUSSE FOR INDUSTRIAL SUPERVISORS
COURSE CONTENTS
No. of Hours
A. Factory Operation (21 hours)
a. How is a Factory Run?
b. Arranging for Production
c. Inspection and Control of Quality
d. Improving Working Methods
e. What Should a Supervisor know about Costs?
B. Human Relations (18 hours)
a. Making the Best of Working Conditions.
Factory Laws
b. Getting the Co-operation of Workers and
Developing Good Relations with them
c. The Personnel Department
C. Supervision, Communication and Case Studies(36 hours)
a. Jobs and Responsibilities of a Supervisor
b. Principles of Supervision
c. Effective Instruction and Reporting
d. Case Studies and Projects
Total
















THE INDUCTRIAI BAFETY TERAINING UNIT
LASOUR DEPARTHENT HONG KONG
BASTC INDUSTRIAI SAFETY COURSE
COURSE CONTENTS
1. Introduction to the course.
2. The Facotry and the law.
3. Industrial Accidents.
4. Manual lifting and Handling
5. Housekeeping.
6. Falls of Persons, Objects and Materials




11. Fire Prevention in industry.
12. Chemical Hazards
13. Protective Clothing and Devices.
14. Bolilers and Fressure Receivers.
15. Cranes and Lifting Gear.
16. Compressed. Cases.
14. Working in Confined Spaces and "Permit-to-Work" Syatems.
18. Accident Prevention.
19. The Emoloyees'and Employers' Contribution to Industrial
Safety.




THE INDUSTRIAL SAFETY TRAINING UNIT
LABOUR DEPARTMENT, HONG KONG
ADVANCED INDUSTRIAL SAFETY COUTSE
COURSE CONTENTS
1. The Cause of Accidents.
2. The Factories and Industrial fUndertakings Ordinances
and regulations and related Legislation Affecting
Factories.
3. safe Means of access.
4. Lighting and Ventilation.
5. Manual and Mechanical Handling.
6. Hoists, Lifts, Cranes and Lifting Gear.
7. Machinery hazards.
8. The Safe Use of electricity in Industry.
9. Prevention of Fires and Explosions in Industry.
10. Chemical Hazards.
11. Disceases in Industry.
12. Radiation Hazards in Industry,
13. Personal Protective Equipment.
14. Accident Investigation and Preventions.
15. Visits to Industrial Safety Training Centre and Dicussions.




HONG KONG TECHEICAL COLEEGE
ORDIRARY DIPIOKMA COURSE FOR INDUDTRIND SUFERVNSORS
SYLLABDS
Year 1 Subjects Hours oer week
1.Principles and Practice of Supervision
2.Human & Industrial Relations(I)





8.Commuication & Report Writing
9.Statistics














Year2 Subjects Rours per week
1.Principles and Practice of Factory
Management
2.Human & Industrial Relation(II)
3.Yanufacuring Process and Shop Practice
4.Factory Ordinance and Legal Aspects
5.Work Study and its application
6.Quality Control
7.Production Planning & Control
8.Inventroy Control and Store Kanagement
9.Preventive Baintenance
10.Factory Visits or Lecture by visiting
lecturers.
In-Plant Period:4 months.














ALLIANCE INDUSTRIAI ADIINISTR TION EVENING INSTI
ONE YEAR EVENING COURSE OF INDUSTRIAI STUDY
SUNMARY OF DETAILS OF PARTICIPANTS
1. Total Number of participants: 102.
2. Average age: 22.4.
Oldest: 36.
Youngest: 19.
3. Size of Particpants' Organization
%
size of Organin ation No. of participants
Less than 100 workers 22 21.6%
101-200 38 37. 2%
201-500 22
More than 501 18 17.6%


















































5. Nature of Business of Participants' Organization:
















Source: Unpublished Reocrd held by the Alliance Indus-
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1香 港 小 型 工 廠 管 理 員 訓 練 之 研 究 　 　 　 尹 英 明
香 港 大 部 份 之 工 業 需 要 在 管 理 上 加 以 改 善 ， 尤 此 小 型
工 業 為 甚 。 作 者 研 究 小 型 工 業 管 理 員 訓 練 之 情 形 ， 旨 在 提
高 各 界 人 士 對 改 進 小 型 工 業 管 理 方 面 之 興 趣 。
管 理 員 乃 工 廠 中 之 重 要 人 員 ， 他 們 直 接 負 責 生 產 ， 且
在 勞 資 關 係 中 扮 演 主 要 角 色 。 但 香 港 工 廠 管 理 員 之 表 現 並
不 令 人 滿 意 ， 他 們 且 被 批 評 為 香 港 工 業 管 理 人 員 中 最 弱 之
一 環 。 這 種 情 形 意 味 着 香 港 缺 乏 足 夠 之 管 理 員 訓 練 設 施 。
另 一 方 面 ， 政 府 及 各 社 團 曾 先 後 舉 辦 管 理 員 訓 練 課 程 ， 但
參 加 者 未 見 踴 躍 。 作 者 有 見 及 此 ， 決 定 從 事 研 究 香 港 現 行
2之 管 理 員 訓 練 制 度 ， 希 望 研 究 結 果 有 助 於 各 界 人 仕 對 現 行
管 理 員 訓 練 制 度 之 了 解 及 改 進 。
此 項 研 究 包 括 三 個 主 要 部 份 ： ㈠ 搜 集 有 關 香 港 小 型 工
廠 及 其 管 理 員 之 工 作 、 徵 聘 、 與 訓 練 之 資 料 。 ㈡ 訪 問 目 前
提 供 管 理 員 訓 練 之 各 機 構 之 主 管 人 員 ， 以 了 解 現 行 之 管 理
員 訓 練 制 度 。 ㈢ 進 行 抽 樣 調 查 ， 以 明 瞭 小 型 工 廠 及 其 管 理
員 對 現 行 訓 練 制 度 之 意 見 。 此 項 調 查 樣 本 包 括 香 港 工 業 總
會 與 中 華 廠 商 聯 合 會 所 屬 五 百 五 十 家 小 型 工 廠 。
根 據 研 究 及 調 查 所 得 之 結 果 ， 總 述 其 要 點 如 下 ：
㈠ 小 型 工 業 在 香 港 之 經 濟 發 展 中 佔 有 很 重 要 地 位 。 此
3等 工 業 共 僱 50
以 上 之 香 港 工 業 從 業 員 ， 並 佔 香 港 外 銷
總 值 之 58
㈡ 小 型 工 業 經 常 遭 遇 財 務 、 管 理 、 或 產 品 推 銷 等 困 難
。 政 府 與 各 工 商 業 團 體 雖 曾 積 極 設 法 給 予 幫 助 、 但 此 類 幫
助 多 集 中 於 財 務 方 面 ， 管 理 方 面 則 似 被 忽 視 。
㈢ 管 理 員 為 工 業 管 理 中 重 要 之 一 環 ， 負 有 生 產 、 人 事
、 訓 練 等 重 大 責 任 。 惟 香 港 工 廠 管 理 員 之 表 現 並 不 令 人 滿
意 。
㈣ 欲 培 養 良 好 之 工 廠 管 理 員 、 高 層 管 理 人 員 必 須 選 扳
適 當 人 員 ， 予 以 適 當 訓 練 ， 並 在 工 作 上 給 予 充 份 關 懷 與 支
4持 。
㈤ 管 理 員 之 訓 練 有 三 種 形 式 ： ⑴ 舉 辦 廠 內 訓 練 課 程 ；
⑵ 管 理 員 在 工 作 中 之 自 我 學 習 ； ⑶ 參 加 政 府 或 其 他 機 構 所
提 供 之 訓 練 課 程 。 小 型 工 廠 規 模 較 小 ， 難 以 舉 辦 廠 內 訓
練 課 程 ， 故 參 加 外 界 提 供 之 訓 練 課 程 最 為 適 宜 。
㈥ 一 九 六 ○ 年 ， 香 港 勞 工 處 開 始 採 行 管 理 員 實 務 上 訓
(T W I)
項 計 劃 在 香 港 僅 實 施 六 年 ， 即 因 參 加 人 數 太 少 而 宣 佈 停 止
。 在 此 六 年 內 ， 共 有 四 、 一 七 七 名 工 廠 管 理 員 參 加 各 項 訓
練 ， 其 中 來 自 小 型 工 廠 者 極 少 。 因 此 項 訓 練 計 劃 較 適 宜 於
5大 工 廠 ， 對 以 小 型 工 廠 為 主 之 香 港 工 業 則 不 甚 適 宜 。
㈦ 香 港 科 學 管 理 協 會 與 香 港 生 產 力 促 進 中 心 乃 目 前 提
供 管 理 員 訓 練 課 程 之 主 要 機 備 ， 惟 此 二 機 構 所 提 供 之 訓 練
課 程 ， 其 上 課 時 間 、 地 點 、 乃 至 課 程 內 容 皆 不 大 適 宜 於 小
型 工 廠 之 管 理 員 。
㈧ 香 港 工 業 專 門 學 院 亦 提 供 管 理 員 訓 練 課 程 ， 但 每 年
畢 業 生 僅 五 十 餘 人 。 與 香 港 工 業 每 年 須 增 加 一 千 七 百 名 管
理 員 之 估 計 相 較 ， 此 數 實 嫌 太 少 。
㈨ 香 港 工 業 總 會 曾 建 議 政 府 設 立 一 所 價 值 三 百 萬 港 元
之 管 理 員 訓 練 專 門 機 構 ， 但 由 於 政 府 正 致 力 於 推 動 免 費 小
6學 教 育 與 三 年 補 助 中 學 教 育 ， 一 時 恐 無 暇 推 動 此 項 管 理 員
訓 練 計 劃 。
十 香 港 工 業 界 本 身 必 須 負 起 提 供 管 理 員 訓 練 之 責 任 。
小 型 工 業 管 理 員 訓 練 專 門 機 構 可 能 是 解 決 香 港 目 前 小 型 工
廠 管 理 員 訓 練 問 題 之 辦 法 。 此 等 訓 練 機 構 規 模 不 大 ， 可 分
散 於 各 工 業 區 ， 開 辨 費 與 經 常 費 均 非 常 低 廉 ， 可 由 廠 商 會
或 某 區 內 之 工 廠 聯 合 主 辦 。 一 九 七 ○ 年 開 辦 之 宣 道 工 業 管
理 專 科 夜 校 即 本 此 旨 意 設 立 ， 作 者 並 曾 參 加 該 校 之 籌 辦 與
行 政 工 作 。 學 校 之 籌 辦 及 行 政 上 之 技 術 問 題 ， 在 工 業 界 人
士 之 合 作 與 支 持 下 ， 當 不 難 逐 一 獲 得 解 決 。


